The Types of Manager
A manager of an organization or a team has got important tasks. Today, the success of the organizations or teams is measured by the success of their managers. Therefore, there are many factors under which type of a manager has an important role in fulfilling their goals. Naturally, one of these factors is the manager type that directly affects the employees or team members. The types of manager also vary because of many reasons (Güven, 2013:4) . As a result of the literature review, the manager types will not be divided into three main headings and subheadings such as autocratic, democratic and participative or the rest of them. It is based on the idea of that there is no valid and ideal manager type in all circumstances. With this idea, today the types of manager such as transformational, transmissional and visionary have emerged and they will be examined under nine main headings in this article.
Democratic Manager Type
Democratic managers have an identity that encourages the participation of the employees and is a participant. Giving importance to the opinions of the employees or team members may be measured by the level of sincerity of a manager. Thus, the manager who evaluates these opinions sincerely is considered as a democratic manager ; otherwise he is considered as a so called democratic manager (Bulut & Bakan, 2005:67) .
The advantages of having a democratic manager for an organization or a team can be listed as follows (Uzun, 2016:26) :
 The employees or team members who are working under the democratic managers are more motivated.  The democratic managers use the ideas and different perspectives from their employees or team members while making a decision.  There is an unity and cohesion in order to achieve the goals determined in the organizations or teams having the democratic managers.  There is a constant traffic of mutual communication and feedback and the conflicts are easily resolved in the organizations or teams having the democratic managers. However, one of the disadvantages of having this manager type will be the loss of time and slow progress in the decision-making process. There will be a wate of time in the decision-making process when many employees or team members are consulted. Especially at times of crisis, this situation will make the managers unsuccessful to make a quick decision and put the decision into practice (Özdemir, 2007:35) . In order to make a progress in the challenging processes such as crisis or economic depression, the managers need to make a centralized decision as soon as possible. Therefore, the negative side of this manager type is that the decision-making and implementation process take a longer time at the difficult times.
Autocratic Manager Type
In this type of manager, the managers gather around a centralized authority because they can decide on their own freely. The sources of the motivation for the autocratic managers come from the power of reward, punishment and the obligations. These managers firstly take all of the organization's decisions and pass them on to their employees or team members and expect from them to be implemented strictly. These managers don not involve the employees or team members into their authority of managing and making decisions; so all authority and responsibility belongs to the manager (Tengilimoğlu, 2005:7) . The autocratic managers are more widely accepted in the traditional societies, organizations or team works dominated by the bureaucracy. These managers with their authority and power, play an effective role in making the decisions quickly. However, the worst disadvantage of this type of manager is that the egoist behaviour of the autocratic managers and the ignorance of the opinions of the employees or team members so the creavitiy will be limited (Pazarbaş, 2012:70) .
As a result, it can be said that this type of manager may be applied in the cases that non-shared decision is made in the organizations or team works or the manager is considered as the most konowledgeable and competent position of the organization or team.
Laissez-Faire Manager Type
This manager type provides the employees or team members with the resources that they may need to make plans and programmes related to their work and workflow and take all necessray decisions freely. This type of manager may be suitable for the employees in the R&D departments of the organizations, the scientists, the expert staff or team members with the innovative and creative opinions (Eryeşil & İraz, 2017:131) .
The advantages of this type of manager for the employees or team members are as follows (Khan & others, 2015:90) :
 The unlimited freedom  The lack of pressure and obligatory perception  Ability to work with any desired colleague or team member  Independent decision-making The disadvantages of this type of manager for the employees or team members are as follows (Khan & others, 2015:90) :
 The employees or team members act out of the workflow.  The unsatisfied minorities or groups are formed.  Tolerance decreases and indiscipline occures.
 Insensitivity to work starts.  The responsibilities are ignored.  The resignations begin.  The feeling of 'being us' disappears.  Leaving legal regulations starts. There is no healthy cycle of the communication, interaction and feedback among the employees or team members in this type of manager. The laissez-faire managers cannot be said to develop the dominant management behaviours (Soba, Akman, & Eroğlu, 2018 :1127 . These managers emerge with non-directive recommendations when needed.
Based on this information, it can be said that the laissez-faire manager type has a non-intrusive passive structure. The laissez-faire managers transfer all management and decision-making powers to their employees or team members and do not intervene in any other ways. However, it can be said that this type of manager is applicable to the organizations or team works that require the professional expertise and offer innovative and creative works and services.
Charismatic Manager Type
The organizations or team works need the charismatic managers to achieve their goals and objectives. By their very nature, these managers have a unique personality of motivating those around them.
German sociologist Max Weber described the word of 'charisma' as a gift or tax from the God traditionally. The behaviour of the charismatic managers is exciting and motivating. Many charismatic heroes have emerged throughout the history (Takala, 2005:48) . Max Weber who discussed charisma and charismatic manager type from a sociological point of view, argued that charisma is a an innate extraordinary talent. According to him, the characteristics of the charismatic managers are summarized in the following five points (Aslan, 2009:259) :
 This power is given to the manager as a gift from the God.  A social or political crisis such as a depression must be a stressfull and difficult time for the charismatic managers to emerge.  The charismatic managers offer the unusual solutions for these such difficult times.  The people around these managers think that a charismatic manager has extraordinary and impressive powers.  The charismatic managers receive feedback from those around them about their charisma which determines their success.
The names such as Mustafa Kemal Atatürk, Gandhi and Martin Luther King who have an important status in the history are shown as examples of the charismatic managers. With their heroic behaviours and their charismatic powers, these names motivated the communities and were followed in line with the goals and beliefs they set.
This type of manager may not be applicable in the organizations ot team works that there is a centralized management with the formal rules and processes. The charismatic managers bring the employees or team members together with these charismatic powers to motivate them for a specific goal and objective. They increase the motivation, performance, loyalty and cohesion among the employees or team members. However, by time, these managers may develop a narrow perspective by experiencing the poisoning of power and arrogance about the events or issues. They can ignore any mistakes that have been made before and see themselves above the laws, organizational and ethical rules and values. In such a case, for the sake of a purpose, these managers may not show the necessary respect to the values, beliefs, habits and order of those who are attached to them and then this situation will shape the future positions of the charismatic managers who succeed to achieve the goal or not.
Transformational Manager Type
Although James MacGregor Burns firstly introduced his transformational manager type in 1978, Bernard Bass developed it in his research. According to these researches, transformational manager type is the process of motivating the employees or team members by forming a creative vision for the goals of the organizations or team works. According to Todd, another researcher, the basis of this type of manager is that the managers lead the innovative direction of the organization or team work (Kılıç, Keklik, & Yıldız, 2014:251) . These managers are considered as innovative and openminded viewers who turn the crises into the opportunities, see their employees or team members as an important element and compete with today's conditions easily. In short, the characteristics of these managers can be specified as follows (Akdeniz, 2010:44) :
 They are considered as a spy of change.  They are brave.  They have got a high belief about the others around them.  They have got their own principles and disciplines.  They believe that learning is a life-long and continuous process.  Despite the conflicts, difficult conditions or uncertainties, they do not confuse of their beliefs and goals.  They have got a broad points of view.  They give more importance on the beliefs and values.  They do not give up easily. It can be said that these managers evaluate the risks and opportunities at the difficult, stressful and turbulent times such as crises, depression or chaos in the political, social or economic sectors and have the necessary power to fight with them. As an example of these managers who are considered as a pioneers of the great and radical changes in the history, Mustafa Kemal Atatürk saved the Turkish nation and its territory from the enemy forces and Abraham Lincoln ended the slavery.
Shortly, it is thought that the transformational manager type develops a compelling and impressive vision against the competitive and challenging conditions with a commonn participation with the employees or team members and this vision is based on a strategy that is needed for the success. While developing any vision, the transformational managers determine the suitability of this vision to the behaviours of the organization or team work. These managers create a climate of trust by changing the environment of the organization or team work positively with their self-confidence, determination and positive attitudes towards all the changes into which this vision can bring. Thanks to the morale, motivation and performance of the employees or team members that are increased by these managers, both individual and organizational or team-related goals can be achieved easily. These managers can be called as reformist or innovative managers.
Transactional Manager Type
This type of manager was firstly developed by German sociologist Max Weber and expanded by Bernard Bass with many studies. According to Bass, the transactional manager is the person who expresses his/her expectations to the employees or team members whose performance will be rewarded or punished in the end (Yavuz & Tokmak, 2009:19) . The expectations, goals, duties and responsibilities are very important for the transactional managers and there is an exchange relationship between them. However, in the long term, these managers ignore the needs such as development or socialization of the others around them (Bakan, Erşahan, Büyükmeşe, Doğan, & Kefe, 2015:204) . These managers are in favor of developing an attitude according to the results of the work.
These managers provide the positive feedback and give the rewards of material value such as incentives, authority, prestige or bonuses so that their employees or team members can commit themselves to their duties and responsibilities. Thus, the employees or team members have got the positive opinions about how to be rewarded as a result of their performance with a better understanding about their expectations, duties, responsibilities and goals of the organization or team (Çetin, Korkmaz, & Çakmakçı, 2012:13) . The employees or team members have a high confidence about these managers. These managers communicate with their employees or team members at a standard and classic management level and focus on the goals of the organization or team work and the strategic decisions that may be necessary to be made in the daily workflow. For these managers, it is very important to get the most profit in the short time with the lowest cost and to increase the productivity (Tunçbilek, 2013:49) .
It can be said that this type of manager is easily applied into the law forces such as military, police and gendarmerie. It is thought to be useful in some situations such as crisis that everyone should know what to do under the pressure. Moreover, as another application field, it is seen in the large scale multinational organizations or team works that all of the employees or team members do not speak the same language. Once the structure and the regulations of the organization are learned by the employees or team members, it will be easy for them to perform their tasks successfully; because the transactional approach is very simple and clear in terms of understanding and spreading throughout the organization or team work. For instance, % 90 of the employees of the airline companies such as Qatar Airways based in Doha, Etihad based in Abu Dhabi, Emirates based in Dubai and Gulf Air based in Bahreyn which are always crowned with the awards in the aviation industry in the Middle East, do not speak the same language to communicate; but these companies have defined the rules clearly about what, when, where and how their employees behave and work even when they encounter any negative situation thanks to the equal, same standards of services, training and facilities that are provided to their employees who using the language of English that is detemined by the company. Thus, these companies receive the necessary productivity from their employees and motivate them with the financial or moral rewards in return and increase the profit rates of the organization.
As a reult, the financial rewards such as money or bonuses are important and powerful tools of motivation for many employees or team members to pay their bills and to support their homes or to survive their own lives. In order to keep these rewards and have the better ones, it can be said that it is appropriate for both individual and organizational or team-related interests to comply with the regulations and restrictions determined on how to do the work.
Visionary Manager Type
Visionary manager type is important for the employees and organizations due to the factors such as the increased competition and the desire to survive as a result of the globalization and the advancement of technology. The visionary managers who lead and manage the organizations or team works and want to maintain on their existence successfully by gaining a competitive advantage, should develop a vision with a participatory management approach by seeing the future proactively and determine the strategic decisions that they can make in this way (Fettahlıoğlu, Özay, & Akdoğan, 2018:188) . This type of manager is to achieve an interesting vision by enabling the people around them to start thinking differently. The visionary managers gain their trust and support by presenting the desired future plans to those around them (Can, 2007:55) . The visionary managers can revise or re-establish the vision determined by them according to the changing situations or circumstances. However, when such a vision is changed, assuming one of the roles mentioned above will provide a more reliable and understandable communication base for both managers and employees or team members.
The visionary managers differ from the other managers with some personality traits. These managers bring different perspectives into the events or situations and want to improve and overcome themselves constantly. They can easily eliminate the internal factors such as negative opinions, disbelief and insecurity and the external factors such as economic, political or social crises experienced by the organization or team work (Uygun, 2008:33) . The other personality traits of the visionary managers are that they are capable of analytical thinking; they treat their employees or team Vol 7 Issue 7 DOI No.: 10.24940/theijbm/2019/v7/i7/BM1907-039 July, 2019 members equally; they manage the time very well; they establish a healthy communication; they handle the situations in a multi-dimensional way; they are not afraid to fail; they take the risks and they can turn the things that are bad into the opportunities (Uğur, 2017:349) . These managers are rational and think in detail about the consequences of their behaviours. This type of manager is very useful for future-oriented and entrepreneurial organizations or team works. The visionary managers develop good relationships, creativity and planned learning with the employees or team members. One of the advantages of this type of manager to the organization or team work is that it can gather the employees or team members around a goal that is called as a vision. While doing so, they use the symbols, expressions, stories or conversations that are effective and powerful in motivating around them. However, it is a disadvantage of this typa of manager that the organization or team work may break with the facts during the workflow only as they think about today and the future. In addition to this, this type of manager will not be suitable to be appiled in case of any emergency situations that the decisions should be taken quickly.
Employee-Oriented Manager Type
The employee-oriented managers try to meet all of the needs of their employees or team members for their professional development and work-life balance under the equal conditions by keeping above the bureaucracy. With a type of manager like this, flexibility can be developed in the organizational or team related rules and regulations to make a difference in the quality of work of the employee or team members (Hornung, Glaser, Rousseau, & Weigl, 2011:72) . The employees or team members managed by this type of manager see themselves as a part of the organization or team work involved. By feeling that they are cared and supported by their managers are more and do not hesitate to take any risks.
Reitz defined the employee-oriented managers as those who treat the employees or team members equally, care about their ideas and advice, support them for their personal problems and act as mediators (Okka, 2017:42) .
 The employee-oriented managers are expressed as follows (Özdevecioğlu & Kanıgür, 2009:55) :  They are the person who is trying to solve the individual problems of the employees or team members.  They are the person who implents the ideas and advices from the employees or team members.  They are the person who is fair around them.  They are the person who enables all kinds of the development of their employees or team members. By focusing on team building and the ability to develop the positive organizational relationships, this type of manager seeks to retain more highly skilled and well-educated employees or team members.
There are some disadvantages of the employee-oriented manager type that is the opposite of the task-oriented manager type. According to Friedman, this type of manager poses some difficulties. Sometimes the employees or team members may be overwhelmed with their responsibilities or may need a clearer orientation. Instead of the task-related decisions that need to be taken correctly, giving more importance on the continuous human relationships leads to the ineffective decisions (Oni, 2017:417) . For the employee-oriented managers, it is difficult to feel themselves in a managerial status because of their friendly and sincere work relations with their subordinates. They may avoid using the force and putting the stress on an employee or any team member who has a poor performance for a long time so that this may have a negative effect on the others. Another disadvantage of this type of manager is that it may take a certain time to establish a corporate or team culture to achieve the desired results or this necessary time may not be given to them.
The employee-oriented manager type makes the employees or team members feel as a meaningful part of the organization or team work. The employee-oriented managers provide the necessary training to the employees or team members for their individual development and help them to create the new ideas in an understanding and positive work environment and encourage them to be honest. Although these managers know exactly when, where and how to do the work, they also need to take advantage of this type of manager that gives more importance to the work in order to achieve the goals in a balanced way.
Task-Oriented Manager Type
The task-oriented managers focus on the priority tasks and all of the necessary procedures that need to be completed. They are more concerned about providing any innovative technical or operational solutions to achieve the goals rather than meeting the needs of their employees or team members. However, another disadvantage of this type of manager is that there is a possibility of the fact that the employees or team members may be less motivated if they feel weak about their work. (Mori, 2014:10) . Every time being a task-oriented manager may not lead to the positive results. Those who work with this type of manager may be reluctant to show their creativity that is necessary for innovation and development, so this situation may reduce their morale and motivation. Another disadvantage of this type of manager is to have a high employee turnover and absenteeism rate. This leads to the low production and financial loss.
These managers check the employees or team members by using the power of punishment thanks to their authority about whether they are executing their tasks according to their task descrptin or not (Kaplan, 2017:35) . The advantages of the task-oriented managers are as follows:  They are more focused on when the task will be completed.  They are well organized.  They are focused on the production and quality.  They inform their employees or team members about pre-defined task descriptions and processes.
As it can be understood from the name of this type of manager that attaches an importance to the tasks, the priority of the task-oriented managers is to complete the tasks according to the required standards and time. They are goal-oriented ones and work effectively to achieve what is pre-determined. This type of manager is less relevant to the employees or team members individually. These managers define all of the task descriptions and division of labor; they are responsible for determining the workflow, procedures and the rest of the process. In short, everything about the task is about achieving the goal.
The Concept, Importance, Features, Types, Advantages and Disadvantages of Team Work
Team work consists of a group of people who work together in a collaborative work environment to share the knowledge and skills and to achieve the main goals of a team.
Teamwork is an important factor of the regular operation in an organization. Due to the rapid changes in the technology, many organizational activities become more complicated, so it is an important focus (Manzoor, Ullah, Hussain, & Ahmad, 2011:111) . Because of team work, the team members have more comprehensive knowledge of their area of expertise. The team members whose expertise is limited, also learn about the other areas of expertise in a team work (Ensari, 1999:63) . The characteristics of the team members such as coming from the different social and cultural backgrounds, having knowledge, skills, expertise and experiences in the various fields, sharing a common vision and mission and establishing a healthy communication emphasize the importance of a team work (Çetin C. , 2009:74) .
The importance of team work can be explained by the following four elements (Bal, 2007:43-44) :  Team members' knowledge, skills and experience are brought together in a team work to help them deal with the difficulties and stressful situations more easily.  Thanks to the flexible, initiative-taking and sensitive structure of team work, a faster and easier adaptation to the changing conditions, events and expectations is achieved.  Team work brings a social dimension to the work through the financial and administrative dimensions that it develops.  Team members enjoy a team work because a successful team work is a source of morale, motivation and commitment to its members.
The key features of team work can be summarized as follows (Eyisoy, 2018:4-5) :  Common Objectives: The performance level of a team work that has common goals for the employees of team members, is high.  Team Member Selection: Any employees or team members who are experts in their field and have the necessary knowledge, skills and experience to accomplish the mission of the team work are included.  Management Support: A team work is identified with an organizational structure supported fully by the top management.  Communication: Team work has got a clear, reassuring and healthy communication and feedback. In addition to this, the employees or team members are capable of eliminating any conflicts and problems.  Time Management: Any solutions about the problems encountered in the team work are produced in the long term, but permanently. Furthermore, the separation of any employee or team member from the team work does not affect the work process; but it maintains its continuity.  Knowledge and Resource Management: The fact that the employees or team members are educated and skilled about the knowledge and resource management improves the performance of the team work. The organizations should set the performance goals in a team work, choose the right employee or team member for the team work, include an appropriate manager in the team work, set the common goals and targets clearly, create a reassuring work environment, create an indvidual or team-related development support, conduct the appropriate performance assessments, have a fair reward system and ensure the job satisfaction (Gençoğlu, 2012:9) .
In the literature, there are several types of teams which are very similar, but have the different functions. The teams are classified according to their purpose, commitment level, hierarchical structure, development process and continuity (Hızal, 2010:3) . The technological advances and the organizational structure changes have led to the emergence of the various types of teams (Özenli, 2006:65) . In order to establish a successful team, it is necessary to know the team types. The ideal team type should be identified to make it more useful and purposeful (Gürül, 2013:15) . Teams can take on a wide range of tasks. These various tasks undertaken by the teams are like developing a product, providing the services, making any suggestions, coordinating the projects, making the necessary decisions and solving the problems by discussing. The examples of the types of teams frequently encountered in the organizations are problem-solving, autonomous, cross-functional, creative, tactical and virtual teams.
The team work has many different advantages when compared to the other work groups. These advantages can be summarized as follows (Gençoğlu, 2012:25) :
 It provides the innovative and creative solutions about the problems.  A full participation of all team members is ensured while making any decision.  The different abilities of the team members are used against the difficult problems.  The flow of information accelerates through the extensive network of the team members.  A good communication and organizational climate are provided in the organizations. In addition to the advantages listed above, a team work drives its members to think sophisticatedly and to create the synergies of problem-solving between them.With a pool of talents, experiences and knowledge of the team members, the arising problems can be solved by being identified quickly and effectively.
Team work can hinder the organizational productivity by strengthening the monotony and authority. The nonrealistic expectations of the team members may replace the organizational goals. The team work collaboration may minimize the conflict issues or power (Toruntay, 2011:22) . Therefore, the team members spend more effort and time to solve the problems. The most common disadvantages of team work can be listed as follows (Tuna, 2003:9-10) :
 More time and effort are spent in a team work to strengthen the communication and interaction skills. As a result of this, the team work is negatively affected.  The team members may withdraw themselves if they find it difficult to work in a team and do not agree with their personal characteristics.  When there is a competition between the teams in an organization, it may adversely affect the rest of the organization.  The managers in an organization consider team work as a threat. The successful team work can lead the managers to the opinion that their authority is on the line.  When the team performance is evaluated, the team members with a less performance may be ignored. The team members with a high performance may also be affected under this unfair situation and they may develop a variety of the reactive behaviours. As a result, today's organizations are attracting attention to the importance of team work so as to improve their performance. Therefore, it is very important to understand what an effective team work is, how it can be improved and how it can achieve the goals of both the team members and the organization. Due to the team work, while many advantages such as high efficiency are provided, the management staff of the organizations may face some difficulties.
The Concept, the Criteria, the Advantages and the Disadvantages of Performance Evaluation
Performance evaluation is defined as measuring the outputs of the employees working in the organization or the team members involved in the team work and making a decision at the end. In other words, it is the ability of the employees in the organization to reach a conclusion according to the pre-determined evaluation criteria. The purposes of the evaluations carried out are to determine how much effort the employees make for the organizational goals, to increase the morale and motivation levels of the employees by maintaning the communication between the employees in the organization and to support the their individual development that allows them to realize themselves (Kaçar, 2018:10 ) . The performance evaluation is an illustration of the effort of an employee or a team member (Birsen, 2018:25 ) . It is like a final photograph of the performance shown.
The organizations conduct the performance evaluations according to the managerial decisions such as the allocation of the promotions, financial rewards and training needs for the development of their employees. The performance evaluation is carried out with the processes of making a description of the objectives or a job, identifying the specific job expectations, providing feedback and guidance when needed (Hillman, Schwandt, & Bartz, 1990:20 ) .
Briefly, performance evaluation is a valid system in which an employee's performance quality is assessed. However, this assessment should be viewed as an important process of the performance management with a wider scope associated with the elements such as the organizational goals, daily performance, professional development, rewards and incentives rather than the outcome of a job in itself. The performance of an employee or team member should be evaluated by taking care of his/her knowledge and expertise of the job, the quality and quantity of the product or service provided, his/her initiative, management skills, leadership, dependence, cooperation, common sense, versatility and personal health status. This evaluation is about both past and future potential performances of the employee.
For an effective performance evaluation, the criteria with the specific characteristics should be identified. The opinions about what these criteria include affect the supervisors or managers who are responsible for the assessment directly. The criteria of this process that helps the employees to develop by reflecting their actual and future performance, ought to be also comprehensive. The internal resources such as job analysis, job definitions and employee placement tables are used in the forming of the performance evaluation criteria. The data from the external resources are also important for the evaluation criteria. The performance criteria used commonly are as follows (Okakın, 2009:99 ) :
 The Production and Sales Criteria: Number of products or sales.  The Employee Criteria: A high rate of absenteeism, occupational accident, obtaining a leave and being tired.  The Administrative Criteria: The opinions of the managers and the superiors.  The Behavioral Criteria: Reliability, decision-making, eliminating the problems. When the performance evaluation criteria are determined, the character qualifications of the employees are also used. The employees are also evaluated according to their qualifications such as decision-making, common sense and their behaviours and collective work expectations (Bingöl, 2013:381) . The following points should be taken into consideration when determining the performance evaluation criteria (Kaçar, 2018:26-27 ) :
 They should allow the assessment of the results of the job done.  The employees should be informed in advance.  They should be neutral and reasonable.  They should not include the biased measurements.  They should include the valid observations.  They should be compatible with the structure of the organization.  They should allow the employees to assess and evaluate the leadership and management skills.  The performance and attitudes are as important as the products or services and results. The performance measurement and evaluation criteria should be formed by considering all above points. The results of the evaluations made with these criteria have a significant impact on both the actual and possible performances of the managers and employees. With these results, the employees and their managers will be able to experience the situations such as promotion, bonuses, salary increases and job rotation that affect their careers and job satisfaction.
In general, the advantages of the performance evaluation are supporting the achievement of the objectives of the organization with the rewarding system, determining and increasing the performance level of the employee, increasing the individual motivation, determining the development requirements and possible performance, collecting the information required for the effective planning (İplik, 2004:19 ). An effective performance evaluation enables the organizations to improve their performance, increase their motivation and solve some morale problems (Çetin, Elmalı, & Arslan, 2017:154-155) . The employees need to learn about their own success and receive any feedback. Although the performance evaluation is an individual psychological requirement on an employee basis, it also has an important role in human resources planning within the organization. The advantages of the performance evaluation for the employees can be listed as follows (Mutlu, 2012:7) :
 The psychological needs of the employees are met. Their self-confidence develops and the satisfaction to job increases.  The employees adopt the objectives of the organization well.  It helps the employees to see their weakness and strengths individually by supporting them to complete their deficiencies.  The employees focus on their performance and their motivation increases with the feedback they receive about their performance. It improves the employee satisfaction and self-confidence.  The employees understand the expectations and desires of their managers.  The employees are aware of their duties and responsibilities in the organization.  It is believed that there is a fair assessment of the employees in terms of promotion, rotation, salary increase and punishment.  The performance evaluation provides the emergence of the employees with the different skills.  The employees can assess their own success according to the neutral standards.
Some of the disadvantages associated with an inefficient performance evaluation are as follows (Akçakanat, 2009:12) :
 If a fair performance assessment is not carried out, the employees' motivation decreases.  For the employees who are not very open to the criticism, this assessment may disrupt their daily work relationships.  The employees who have negative experiences with the systems that are not organized regularly, may suspect this assessment.  Generally, the managers do not want to give the low scores, so it is a major problem.  There may be the biased or racist attitudes that may affect the assessment.  The performance evaluation programs may cause time and money loss in practice.
In order to benefit from the advantages of the performance evaluation, it is necessary to perform it according to the determined standards without any errors and accurately.
The Purpose, Universe, Sample, Data Collection Tools, Method and Hypotheses of The Research
The purpose of the study is to examine the effect of the types of manager on team performance. In the subpurposes of the study, it is also possible to determine the socio-demographic factors affecting team performance of cabin crew. According to the socio-demographic characteristics, the differentations of the types of manager and team performance were examined.
The universe of this study is composed of the cabin attendants and cabin chiefs working for an airline company in İstanbul. The sample of the study consisted of 600 people randomly selected among these cabin crew. This research is limited to the answers given by 600 people randomly selected among these cabin attendants and cabin chiefs working for an airline company that is operating all of its flights from the new airport called İstanbul Airport in 2019.
For the data collection, a "personal information form" that consists of 6 socio-demographic questions, a "leadership scale" and a "team performance scale" that reveal the main factors, were applied to the cabin crew.
For the statistical analyzes, SPSS 22.0 program was used. The descriptive statistical methods such as arithmetic mean, frequency abd standard deviation wre used. The descriptive statistics of the statements in the scales of leadership and team performance were obtained. The normality test of the related scales was conducted and the parametric tests were used since the scales were considered as in the normal distribution. In order to examine the differentations between the scales of the types of manager and team performance according to the socio-demographic variables, the independent sample T test was applied when there were two independent variables; when there were more than two independent variables, ANOVA test was applied. The Pearson Correlation analysis was used to examine the relationship between the types of manager and team performance. The regression analysis was conducted to examine the effect and the level of the effect of the types of manager on team performance. Tukey HSD (Honestly Significant Difference) test was used to determine the source of the difference between the variables that were significant in the comparisons.
The hypothesis of this study is the relationship between the types of manager and team performance with the socio-demographic factors. In addition, the effect and the level of the impact of the transformational, task-oriented and laissez-faire manager types on team performance that are thought to be the most frequently encountered were also examined. The hypotheses determined are as follows:
 H1: The types of manager have an effect in team performance.  H2: There is a significant positive relationship between transformational manager type and team perfomance.  H3: There is a significant positive relationship between task-oriented manager type and team performance.  H4: There is a significant positive relationship between laissez-faire manager type and team performance.  H5: There is a significant difference between the types of manager and the age of cabin crew members.  H6: There is a significant difference between the types of manager and the gender of cabin crew members.  H7: There is a significant difference between the types of manager and the marital status of cabin crew members.  H8: There is a significant difference between the types of manager and the positions of cabin crew members.  H9: There is a significant difference between the types of manager and the working time (working years) of cabin crew members.  H10: There is a significant difference between the types of manager and the education level of cabin crew members.  H11: There is a significant difference between team performance and the age of cabin crew members.  H12: There is a significant difference between team performance and the gender of cabin crew members.  H13: There is a significant difference between team performance and the marital status of cabin crew members.  H14: There is a significant difference between team performance and the positions of cabin crew members.  H15: There is a significant difference between team performance and the working time (working years) of cabin crew members.  H16: There is a significant difference between team performance and the education level of cabin crew members.
Data Analysis
In this section, the findings of the research are focused on.
The Socio-Demographic Characteristics of The Participants
According to the findings of the gender variable, 42,8 percent of the participants were male; 57,2 percent of them were female. According to the findings of the age variable, 13,7 percent of the participants were between 18-25 years old; 70 percent of them were between 26-33 years old; 14,8 percent of them were between 34-41 years old and 1,5 percent of them were between 42-49 years old. According to the finding of the education variable, 11,3 percent of the participants were graduated from the high school; 30,8 percent of them were graduated from the vocational high schools; 54,5 percent of them were undergraduated and 3,3 percent of them were graduated. According to the findings of the marital status variable, 34,5 percent of the participants were married; 63,0 percent of them were single and 2,5 percent of them answered as other. According to the findings of the working time (working years) variable, 16,3 percent of the participants have a 0-1 years experince; 30,3 percent of them have a 1-5 years experience; 47 percent of them have a 5-10 years experince and 6,3 percent of them have a 10 and more years experience. According to the findings of the position variable, 68,7 percent of the participants were a cabin attendant and 31,3 percent of them were a cabin chief.
The Descriptive Statistics of the Participants' Opinions on the Types of Manager and Team Performance
When the descriptive statistics of the types of manager scale were examined, the highest level of the participation was found in the statement of "17. Our manager strongly believes in a motto as if a system works, do not tinker with it." with an average of 3,83 percent of the participation. The lowest participation and an average of 2.28 percent of it was the statement of "19. Our manager considers us as an individual, not as a part of the team.". In general, it can be said that the cabin crew who participated in the survey, understood the statements well. It is also said that the cabin crew avoid to intervene in a regular system. The cabin crew do not want to intervene unnecessarily, especially as the flight operations are considered as a situation that the external technical intervention from outside is impossible. In addition, as a rule of being a cabin crew, the cabin crew participated in the survey proved that they were considered as part of the team by providing the least participation of the statement against the inclusion of all of the team members without being excluded.
When the descriptive statistics of team performance scale were examined, with the highest average of 3,99 percent of the participation, the statement of "9. A a team, we can work together to resolve the destructive conflicts rather than ingoring them." was found. It was the lowest participation with 2,92 percent of the statement of "19. There is a good match according to their abilities and responsibilities between the members in a team". It is proven that the most important thing between the cabin crew is to solve the destructive conflicts by working collectively instead of ignoring them. Thee successful and effective team perforance depends upon the intention of the team members to work together to resolve the conflicts. Sometimes, there may not be a good match between the team members according to their abilities and responsibilities.
The Reliability Analysis of the Scales of Leadership and Team Performance
In this study, the data of 600 people in the scales used were firstly entered into the SPSS 22.0 program and the reliability analysis of the data obtained was conducted and how the amount of these data was random was examined. The reliability analyzes of the applied scales are shown in the table below:
Scales
Cronbach's Alpha Value Number of the Statements Leadership 0,893 45 Team Performance 0,885 20 Table 1 
: The Reliability Analysis of the Scales
As a result of the reliability analysis applied to the scales of leadership with 45 statements and team performance with 20 statements, by taking the average of both scales' results, it was found that the realted scales were highly reliable with Cronbach's Alpha (α) value (0,889) because they corresponded to the range of 0,80 ≤ α < 1,00 that is one of the below mentioned criterion values.
The Normality Test
The most commonly distribution used in the statistical studies is normal distribution. The normal distribution has a symmetrical feature. Whether the set of the data is in the normal distribution or not can be examined by kurtosis and skewness measurements. If there is a full symmetry, the coefficient of kurtosis an a skewness is assumed to be zero. If the kurtosis and skewness values are between -1,5 and +1,5, this indicates that the distribution is normal (Kalaycı, 2008:53 ) . In this research, the normality test was conducted and the following table was obtained as a result of the related test:
Transformational
Manager Type
Task-Oriented Manager Type
Laissez-Faire Manager Type Team Performance Skewness 0,095 -0,054 -0,139 -0,497 Kurtosis -0,820 -1,129 -0,062 1,430 As seen in the table above, it is showed that the data is in the normal distribution since the skewness and kurtosis coefficients of the research are between -1,5 and +1,5. Therefore, the parametric tests were used in the study.
The Analyses of the Hypotheses

The Differentiation Status of the Types of Manager According to the Socio-Demographic Variables
As a result of the independent sample T test that was conducted to examine the differentiation status of the types of manager according to the gender, no significant difference was found statistically (p>0,05). According to this statement, the hypothesis of H6 was rejected. The related data is shown in the following table:
Dimensions
The The ANOVA test was conducted to examine the differentiation status of the types of manager according to the age variable and a significant difference was found for all dimensions except of the task-oriented manager type (p<0,05). As a result of Tukey HSD test, it was determined that the average of the transformational manager type of the cabin crew between 42-49 years old, laissez-faire manager type of the cabin crew between 34-41 years old and the general types of manager of the cabin crew between 42-49 years old were higher than the others. According to this statement, the hypothesis of H5 was approved. The related data is shown in the following As a result of the ANOVA test that was conducted to examine the differentiation of the types of manager according to the education level, a significant difference was found for the dimensions of the task-oriented and laissez-faire manager types (p<0,05). As a result of Tukey HSD test, it was determined that the average of the transformational manager type and general types of manager supported by the cabin crew who were undergraduate and the average of the task-oriented and laissez-faire manager types of the cabin crew who were graduated from the high school were higher than the others. According to this statement, the hypothesis of H10 was approved. The related data is shown in the following As a result of the ANOVA test that was conducted to examine the differentiation of the types of manager according to the marital status, a significant difference was found for all dimensions except the task-oriented manager type (p<0,05). As a result of Tukey HSD test, it was determined that the average of the transformational and laissez-faire manager types supported by the cabin crew who were married was higher than the cabin crew who were single. According to this statement, the hypothesis of H7 was approved. The related data is shown in the following The ANOVA test was conducted in order to examine the differentiation status of the types of manager according to the working time (working years) and a significant difference was found for all dimensions (p<0,05). As a result of Tukey HSD test, the average of the transformational manager type supported by the cabin crew who had a 10 and more years' experience, the task-oriented manager type supported by the cabin crew who had a 0-1 year experience, the laissez-faire manager type supported by the cabin crew who had a 1-5 years' experience and the types of manager supported by the cabin crew who had a 5-10 years' experience were higher than the others. According to this statement, the hypothesis of H9 was approved. The related data is shown in the following As a result of the independent sample T test conducted to examine the differentiation status of the types of manager according to the positions, a significant difference was found for the dimension of the transformational manager type (p<0,05). As a result of Tukey HSD test, the average of the types of manager such as transformational, laissez-faire, task-oriented and general supported by the cabin crew who were a cabin chief was higher than the average of the cabin crew who were a cabin attendant. According to this statement, the hypothesis of H8 was approved. The related data is shown in the following table: According to the table below, no significant difference was found in the independent sample T test to examine the differentiation status of team performance according to the gender (p>0,05). According to this statement, the hypothesis of H12 was rejected. ANOVA test was used to examine the differentiation status of team performance according to the age (p<0,05). It was determined that the average of team performance of the cabin crew who were between 26-33 was higher than the average of team performance of the cabin crew who were in other age ranges. According to this statement, the hypothesis of H11 was approved.
ANOVA test was conducted to examine the differentiation status of team performance according to the educational level (p>0,05) and there was no significant difference. According to this statement, the hypothesis of H16 was rejected. ANOVA test was conducted to examine the differentiation status of team performance according to the marital status (p>0,05) and no significant difference was found in the test. According to this statement, the hypothesis of H13 was rejected. ANOVA test was conducted to examine the differentiation status of team performance according to the working years (p<0,05). As aresult of Tukey HSD test, the average of team performance of the cabin crew who had a 1-5 years' experience was higher than the average of the others. According to this statement, the hypothesis of H15 was approved. There was a significant difference in the independent sample T test to examine the differentiation status of team performance according to the positions (p<0,05). It was determined that the average of team performance of the cabin crew who were a cabin chief was higher than the average of team performance of the cabin crew who were a cabin attendant. According to this statement, the hypothesis of H14 was approved. The related data is shown in the following According to this table, a positive significant relationship was found between team performance and types of manager such as transformational, laissez-faire and general types (r>0, p<0,05). A significant negative relationship was found between team performance and task-oriented manager type dimension (r<0, p<0,05). According to this statement, the hypothesis of H3 was rejected.
The Regression Analysis
In order to examine the effect of types of manager on team performance, Linear Regression Analysis was conducted. The following table shows the regression model and R 2 value in the model summary represents the effect of the independent variable on the dependent variable: As it is seen in the analysis model table above, the formed regression model was found to be significant (p=0,000<0,05). In the former model, types of manager explain about % 22,7 of the change on team performance. In other words, a % 22,7 of change on team performance is explained by types of manager.
According to the table below, 1 ratio increase in the transformational manager type increases the team performance with the ratio of 0,331. The coefficient of the transformational manager type variable is significant (p<0,05). As the beta coefficient in the transformational manager type variable is higher than the others, it indicates that it is the most important variable in the model. 1 ratio increase in the laissez-faire manager type increases the team performance with the ratio of 0,084. The coefficient of the laissez-faire manager type variable is also significant (p<0,05). 1 ratio increase in the task-oriented manager type variable decreases the team performance with the ratio of -0,003. The coefficient of the task-oriented manager type is not significant (p>0,05). As a result of the analyzes above, the accepted hypotheses of the research are H1, H2 and H4.
Model
